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TASK 1. JOB DISSATISFACTION
The dissatisfaction of employees in some companies is often a common matter that happens because of many internal and external factors overwhelming the employees. Being the manager or consultant, the dissatisfaction of employees should be eradicated for the sake of betterment of resources and company revenue as resources are the population that let the procedure move ahead. A lot of complaints about the situation of the company, work, and colleagues change the working environment. Obviously, from this question, we can see that the subjects are not satisfied with their previous work and hope to change the status quo by changing the environment. 
The nature of this complex issue will be elaborated below: 　　
Work environment:
Including the office environment, the environment created by corporate culture, and the environment created by small groups of departments. The office environment is not easy to change. The most important thing is the environment created by the corporate culture. It reflects the company's value orientation and its impact on all aspects of employees. For example, companies that promote a "wolf culture" must have more overtime hours. In the long run, some employees, especially older employees, will not be able to bear all aspects of their health. Therefore, in such a company, employees over 35 are easily eliminated, exhausted, and would be disappointed with their jobs and lives. (Talentbridge, 2017)
Overtly tiring Job.
If the subject is working in a workshop in a factory, he will face various noises in the workshop every day, as well as the harmful air and damage to human health caused by two shifts. Such a harsh environment naturally makes people want to escape. If the subject wants to change the working environment, such as doing sales, which is also his favorite industry, he can naturally change his dissatisfaction with work.
Caused by one's personality defects
As the saying goes: It's easy to change the country, but it's hard to change its nature. If it is the subject’s sexual orientation, such as being out of gregariousness and incompatible with colleagues, they will naturally not be able to obtain good interpersonal relationships, and the work may not be satisfactory. In this case, the subjects should try to change their personality to make their work successful, otherwise, even if the environment changes, the previous problems will still be exposed.
Impacts:
Dissatisfaction in employees often serves an endless loop. Environment makes them dissatisfied and then they opt for leaving the company. The turnover of employees, especially the voluntary resignation of core employees, will bring many disadvantages to the company: on the one hand, it will cause the loss of corporate secrets, the reduction of customer recommendation advantages, the increase in turnover costs, replacement and training costs, etc.; on the other hand, in the economic recovery and the global economy. When it flourishes again, the company will miss the opportunity to develop due to the shortage of key talents. Now that job dissatisfaction has occurred, how to reduce the turnover tendency of core employees in the case of job dissatisfaction has become a key issue that many companies need to solve urgently. This requires finding the evolution path of core employees from job dissatisfaction to voluntary resignation and finding effective control methods along this path. 
Dissatisfaction with core employees produces a variety of behaviors, and resignation is often the last choice. Therefore, to clarify the evolution path from job dissatisfaction to voluntary resignation behavior, other behaviors caused by job dissatisfaction must be introduced. (Work - Chron.com, n.d.)
Cause and effect: 
　　Existing empirical research and practical experience have shown that employee creativity can promote organizational innovation, improve corporate efficiency and core competitiveness. Therefore, how to improve employee creativity and enhance corporate innovation capabilities has become a common concern for theoretical and practical workers.
　　 In recent years, to improve employee creativity, many researchers have analyzed the influencing factors of employee creativity from different angles, which can be roughly divided into personal factors and situational factors. The factors affecting employee creativity are multi-dimensional, of which emotion is an important aspect. Therefore, the relationship between job satisfaction and creativity has gradually attracted the attention of theorists. When studying the relationship between emotion and creativity, Amabile (2005) mentioned that employees have lost high job satisfaction that could give them a sense of pleasure in the work process. This negative mood for work leaves a negative impact on information processing, problem-solving and individual behavior, thereby nullifying their creativity. (D’Angelo et al., 2016). The practice community is also preaching to improve employee creativity and performance by improving job satisfaction. However, employee job dissatisfaction leaves a bad impact on creativity. 
Employee job satisfaction can have an impact on their work attitude and work motivation, and work attitude and work motivation affect creativity from a subjective perspective. Therefore, it can be inferred that job satisfaction has a significant impact on creativity. On the other hand, job dissatisfaction will affect the level of employees' intrinsic motivation. Higher job dissatisfaction snatches all chances of employees to show a positive attitude towards work and their recognition and loyalty to the organization. Employees will not recognize their work more and be more dedicated to their work. Great enthusiasm, more willing to invest, and dedication will be lost. At that time, employees will not show a high level of intrinsic motivation and show strong creativity. If the subject is working in a workshop in a factory, he will face various noises in the workshop every day, as well as the harmful air and damage to human health caused by two shifts. Such a harsh environment naturally makes people want to escape. If the subject wants to change the working environment, such as doing sales, which is also his favorite industry, he can naturally change his dissatisfaction with the work. And that will in turn provide serious negative impacts on the company. So it's better to treat employees as their real assets or major pillars for sustaining the maintenance of the company otherwise serious consequences will appear causing turbulence and devastation. 
Pestle analysis:
Pestle analysis involves certain aspects as mentioned below:
Political Factors: 
Change in payment methods is one of the prime political factors that take part in creating an environment that is unbearable for the employees. Few jobs like Sales and graphic designing, the performance is always evaluated in terms of target-based works. As soon as they are fulfilling the targets, the company will keep on giving rewards but soon they leave you once you show give no output. One of the factors is a change in political leaders. Often what happens, change in political parties, few authorities try to prioritize their own appointed employees. Other face discrimination and unnecessary bullying, which tend to make them dissatisfied with the work. 

Social Factors: 
Poor workplace relationship often ingrains the seed of dissatisfaction factor in employees. Often the team meets bully, backbit, led down, and degrade the newcomers. This deed turns their motivational energy into a negative vibe which they get every time entering the domain of the workplace. Another factor that becomes the major reason is lack of work/life balance. Because of work pressure in the workplace, they hardly get time to resolve their issue back at home, the reason why they end up mingling work pressure with home dynamics. (Johnson, 2011)
Economic factors: 
Low-salaried persons are one of the most dissatisfied persons in contrast to their workload. They usually are most burdened as they work entire day either loading the heaviest bulks of items or run entire day for fulfilling employee`s necessities. But because they are given a meager amount at the end, they turn demotivated. Often few programmers also become madly tired of their work, as they spend the entire day glued to screen making different series of codes, but hardly find their efforts paid rightly. 
Technological Factors: 
Often the systems like note-taking and brainstorming become easy tasks with the advancement of technology. Even in this time of digitization, online meetings have helped to continue the business meetings and procedures quite feasibly. When everything is one employee without any technological assistance, then that becomes quite hectic for employees making them exhausted with the workloads. At times, laptops given to employees are refurbished which needs fixation every month. These all factors add pauses in their smooth work operations till they become badly worn off. 
Legal factors: 
At times, unfair policies and practices are found in companies, and they are mostly related to payment methods. At times, few employees get the promotion and increments based on their social links with the top management, this factor aims to disappoint the other employees who equally deserve the position. Many times, despite mentioning in the joining letter, the contract doesn’t get extended making them frustrated at the end. 
Environmental Factors:
At times, the unsupportive Boss makes the entire environment suffocating and exhausting. The unnecessary scolding sessions piss the employees off wanting to quit the job. At times, the physical environment is also suffocating in terms of dim lights, small cabins, low roofs, poorly ventilated, having small space for parking, and other factors like criticizing staff, unsupportive boss, low mentality teammates, and people who know well to backstab. These factors duly leave an impact.  (de Sousa et al., 2019)
Following are a few ways by which job dissatisfaction can be eliminated: 
Take employees seriously:
Employees must not be treated with a disregard of "what's the matter?" Even if you think there is no reason to complain, the employee thinks there is. If the employee thinks it is so important and should attract your attention, then one should treat it as an important issue. Small problems should not be ignored, because as a result, they deteriorate into big problems. 
Listen carefully to the opinions of subordinates:
When encountering dissatisfaction with subordinates, the boss must take some time to listen to their opinions in private. This will not only make employees feel respected and relieve their inner pressure promptly but also enable one to understand whether there is an uneven distribution of daily work and whether employees have objections to the arrangement of work. Maybe one can find out what irritated him. A typist may complain that his typewriter is not good, but his real complaint is that the archivist interrupted him and made him often find his mistakes. Therefore, we must listen carefully to what others are saying, we must listen to the overtones also.  (Cioni and Savioli, 2016)
Pay attention to attitude:
When talking with employees, the attitude should be as peaceful as possible, one should avoid using confrontational or questioning tone, so as not to reduce the talks to verbal abuse of each other's shortcomings. When the mind is upset, one loses control, cannot think clearly, and may react lightly. Therefore, keep calm. If one feels that you are going to get angry, postpone the conversation for a while. If you have a solution to a problem get it raised by your subordinate, you might as well explain your method to him first to see if he is satisfied. Even if there is still dissatisfaction, at least you have expressed your sincerity.
Treat issues fairly:
If the manager`s own mistakes caused dissatisfaction among employees, he should proactively admit mistakes and sincerely apologize to employees. If the employee’s dissatisfaction is not the fault of the company or the boss, it is entirely the employee’s problem, and the boss should not make random criticisms, but should patiently explain to the dissatisfied subordinates so that they can understand. (; Kaliannan, Perumal and Dorasamy, 2016)
The most appropriate solution will be creating a friendly working environment: 
The success of your organization depends on how your employees communicate. Therefore, cultivating positive behaviors in the workplace is essential to ensure that the workplace can manage the projects they are working on and interact with customers in a friendly way. Employee activities focusing on participation, such as happy hours or parties should be created to promote communication between employees. (Bangwal, Tiwari, and Chamola, 2017). If one sees positive feedback from customers and employees in the performance evaluations of customers and employees and managers, this will increase the likelihood of your business's profit potential.
Plan to implement the chosen solution and evaluate the outcome: 
Involve employees in decision-making: Another way to cultivate a friendly workplace is to get feedback from team members on a particular strategy or growth area of ​​the strategy. Giving employees more autonomy in resource allocation, setting priorities and consistency, or organizational and customer goals, all contribute to the success of the strategy. Also, it enables employees to execute their strategies clearly, as if they were in the same room with team members who are working for a common goal.  (Proctor, n.d)
Pay attention to training and promotion opportunities: Managers are responsible for ensuring that employees receive the training required to perform their tasks. The manager will communicate with team members individually to see if these tasks are consistent with their career goals and express interest in getting promoted in the organization. Their response should be an indicator of their project status on various tasks, in addition to finding out what they think of themselves. 


 




TASK 2: NEPOTISM IN WOKRPLACE
Another important issue confronted by millions of people in the workplace scenario is unnecessary prevailed nepotism that refers to undeserving obtaining maximum benefits from the company. Detailed analysis of this complex problem will be discussed with certain ways to eradicate this primarily intricated problem. 
Scope of Nepotism
There is nothing unusual about workplace nepotism, so the following are the scope of nepotism.
Scam: Potentially disadvantaged employees
When family members are automatically promoted to authoritative positions, the company may be treated badly. If someone else can do the job better and help the company in a more meaningful way, then nepotism will hinder growth. To make matters worse, being a family member is bad at work, but continues to persevere because of his family relationship. A series of bad hiring choices will weaken the organization’s ability to conduct business. 
Resentment
If relatives who have been unfairly promoted realize that she has not been respected by other colleagues, difficulties will arise. As employees of an organization give verdict to determine that the system is brought unfair, the organization hires fewer talents based solely on the descent, then resentment may arise, and anger will affect those promoted through nepotism. (Ombanda, 2018)
Impacts of Nepotism
As far as impacts are concerned then nepotism affects the transmission of corporate values:
The maintenance of the corporate image and the transmission of values ​​are not only reflected in the senior management but more in the grassroots cadres. Because grass-roots cadres are those who deal with employees every day, the words and deeds of grass-roots cadres can more easily reflect whether the corporate values ​​have been implemented, or that grass-roots employees are more likely to experience corporate values ​​from the grass-roots cadres. If the grassroots cadres engage in nepotism in private, such as giving special care to their relatives and friends, collaborating with relatives or the old ministry to report false accounts, ignoring those close to them in violation of discipline and regulations without stopping education, and punishment. Then, no matter how good the corporate philosophy is, it can only be written on paper or stayed on the slogan. Most of our grassroots employees come from rural areas and have not received much cultural education. (Shabbir and Siddique, 2017). They believe that they have seen it with their own eyes. No matter how much you talk about, it is better to go. Therefore, the nepotism of management cadres not only affects the image of management cadres, but also affects the overall image of the company, and more importantly, it affects the value of the company.
Analyze information on the identified problem:
If a company wants to achieve "relationship simplification", it must eliminate nepotism within the enterprise, because nepotism not only affects the morale and combat effectiveness of the team, but also affects the transmission of corporate culture, and ultimately affects the long-term development of the enterprise. It is hoped that management cadres at all levels will do a good job in self-inspection, and actively cooperate with the Human Resources Department to transfer relatives, friends, fellow villagers, and other people who have close relationships with them from their departments, and create a truly "transparent information and simple relationship" within the company team.
The company proposed that management cadres should "dare to ask, understand the requirements and meet the requirements." "Dare to ask" on the one hand requires management cadres to improve their professional skills, and on the other hand, it requires management cadres from the "ethical" point of view. The premise of "dare to ask" is that you can straighten your waist and be sufficiently "hard". "The meaning is that only you are upright to manage your subordinates well. If the management cadres engage in nepotism by themselves, what confidence do you have to make demands on your subordinates or employees? If you dare not even ask for the work of your subordinates, how can you talk about execution? (Adnan, Bhatti, and Farooq, 2020)
Range of alternative solutions to the problem 
Abide by professional ethics and abide by the enterprise employment system: 
The importance of the professional ethics of management cadres is self-evident. The company welcomes management cadres to introduce relatives, friends, and fellow villagers to work in the company. The introduction of employees is also one of the important ways for our company to recruit people. New employees introduced by internal employees are relatively loyal and stable. However, management cadres should abide by the company's employment system, and do not put relatives, friends, fellow villagers, and other close employees in their departments. In this regard, the human resources department must play its functions and must strictly control. Because management cadres see employees from top to bottom, they can only see the top of their heads. And employees see us from the bottom up, they can see every spot on your face clearly; your words and deeds may be infinitely magnified by the employees; every unfair behavior of yours, the employees may spread indefinitely or cause dissatisfaction among employees. (zakkates, n.d)
Take precautions from the system:
In terms of employment, to solve the negative impact of nepotism, as a human resource manager, background investigation and qualification certification must be done. Background investigation is one of the important tasks of human resource management. It can not only avoid employment risks, but also reduce corporate recruitment and training and retraining related expenses, select reliable talents for the company, avoid damage to the company and customers, and promote the company to produce greater benefits. In addition, background checks can avoid negative effects caused by nepotism. As a human resource manager, you must have a clear understanding of the background of each employee and be aware of it. When selecting, promoting, and transferring personnel, avoid people with close relationships in one department. Strictly implement the interview process and qualification certification procedures when selecting, promoting, and transferring positions. (Chron, 2013)
Establish good communication channels to ensure effective communication between the company and employee:
Communication is an important way to handle employee relations. Understand the real thoughts of employees through communication, which is of great help to improving the corporate office. The company’s employees come from all over the world and have their unique personalities, speaking, and working styles. Increasing the communication opportunities between members will make the company’s information more transparent.
Optimize the working environment of the enterprise and create a good working atmosphere:
The working environment can be divided into two types. One is the hard environment, that is, the workplace environment. When employees are always in an office environment that is cold in winter and hot in summer, it is believed that it will easily affect the working status, which may lead to the idea of ​​leaving the employee. A bad working environment is often more difficult to retain employees, and it also makes employee relations more difficult to deal with. So in that case, treating employees on an equal level is very important for avoiding the seed of dissatisfaction engraining inside. 
The most appropriate Option:
Transparency:
Transparency in the workplace should be implemented. Anything major happening in the company should be brought to the public's knowledge i-e financial, operational, and employee experience of the organization's internal operations has increased over time. The best workplace in the world is defined by a high degree of trust, pride, and friendship. They are embracing social technology and increasing interactivity. They start to see positive results from a more open perspective. This allows employers to treat on a fair basis rather than any frivolous recommendations to take place. (ASAE, n.d)
When privacy trumps transparency
Nonetheless, even the best workplaces must pay attention to excessive transparency. The next stage of the "naked company" debate may be limited, how employers will avoid excessive exposure. The best employers will adopt the outline of an "enlightened organization" that welcomes the sunshine of transparency and relevant insights through big data but is wise in protecting legitimate secret information and employee privacy.
Salary transparency helps to eliminate the salary gap between other similar workers, encourage low-paid employees to renegotiate or transfer to more suitable jobs, thereby improving the overall efficiency of the labor market.
Radical transparency can reinvigorate a company's culture and provide results: 
Men are more likely to negotiate salary than women. But research has shown that this "negotiation gap" disappears when the information about the negotiation experience of other job applicants is public. So transparency is not a simple matter. But it stays here. Overall, this is a good thing. With a foundation of trust, transparency in the workplace is always a friend. (Salazar, n.d)


How it can be implemented 
Improve workplace transparency
After assessing whether passing information to employees will cause major problems, managers can work to increase transparency. By simply letting employees know why a decision is made and taking action, companies can slowly introduce transparency into the workplace. For example, if the company increases the salaries of three of its six salespeople, it can explain that the salaries of these employees have increased as a result of meeting sales and attendance goals, and then outline exactly what these goals are. 
As far as a proper plan is concerned then it begins with making a policy to implement transparency in the workplace. (Kirya, 2020) In this policy, Asana technology should be installed. Asana helps convey the small and big messages all across the employees in the company. When the message has prevailed entirely, then there come maximum chances of accountability in case some favoritism happens in terms of promoting anyone in some biased way. Although much transparency Is not required in every company but still treating all employees under one standard will help many not to feel degraded despite their arduous efforts. 
Communicate with the stakeholders:
It must be communicated to the stakeholders that a lack of transparency can cause disgruntled workers to question the company's actions. When employees are not told why something happened, they leave their assumptions, which may lead to rumors that damage the company’s relationship with the public and employees. The lack of transparency effectively undermines trust in the workplace. With all these points they should be narrated with the actual points by successful implementation will be planned for avoiding the curb of nepotism. 
When a company deliberately keeps employees in the dark, it tells them they cannot trust the information. An opaque workplace often leads to reduced productivity and high turnover rates. According to the Deloitte 2010 Ethics and Workplace Survey, 48% of executives surveyed believe that lack of transparency in leadership communication will lead to higher turnover rates.
It also must be communicated that Nepotism disrupts fairness within the enterprise. Nepotism reduces job requirements. The company has corresponding requirements for each position. However, people with nepotism will lower the requirements or even not make any requirements in this position, thus causing the qualifications to lose their true meaning. It is precisely because this person fails to meet the job requirements and fails to make a fair evaluation of his work performance, which ultimately leads to the inability of good people to enter, and the incompetent people to fill the number.
Ensure successful implementation of the solution.
Now certain techniques are used to assess the successful implementation of transparency being used in the workplace/any organization for sake of no nepotism chance existing anymore. 
Firstly, results have to be shared amongst honest executive members of organizations about lately witnessed major changes. Every month some of the members should be asking for that report for sake of overall accountability. This deed can only be done through someone being appointed on a talent basis. (Perucci, 2019)
The second one is HR capabilities- every person should be appointed based on a talent basis rather than any recommendation. Once all talented persons enroll in the matters of organizations, automatically chances for tolerating the commissioned persons would gradually dropdown. It`s pertinent to mention that this step also has to be accounted for monthly for honest workflow. 
Thirdly, another possible factor in establishing the communication channel. Every candidate in the organization needs to know what his dimension is in case of any sort of queries. If necessary, they should be feasible to reach top management. When every voice will be heard then there would also remain some fear to that raise in an objecting manner. (Zucal, 2016). This approach is helpful enough to maintain a corporative and supportive environment. 
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